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Abstract: The new configuration of business environment with an increasing impact on the management 
approaches offers an interesting framework in which to study the leadership practices and share the results with 
other specialists. The paper is addressing the complex phenomenon of leadership in the framework of Romanian 
firms active in business sector. The aim of the study was to assess the managers’ leadership’s issues in 
leveraging their subordinates to successfully complete the organizations objectives. The conclusions are useful 





The concept of leadership has paid attention to a large number of researchers. 
Regardless of this, there is no single correct definition. The various definitions of leadership 
can help to appreciate the multitude of factors that affect this concept, as well as different 
perspectives from witch to view it.   
Some leadership researchers have focused on studying the personality and physical 
traits of the leader. They indicated that many cognitive abilities and personality traits are at 
least partly innate and may offer certain advantages or disadvantages to a leader (McGue & 
Bouchard, 1990). But Huges, Ginnett, and Curphy (2006) have argued that formative 
experiences may also influence many sorts of behavior, nurturing and suppressing different 
leadership qualities.  
Another significant aspect of studying the complex phenomenon of leadership is related 
to the relationship between leaders and followers. Creating highly motivated and satisfied 
followers depends, most of all, on understanding others. As Hunter, Schmidt, and Judiesch 
(1990) have suggested in their findings, the followers could give as much as 15% or 20 % 
more effort at work that they actually do with no one, including their own bosses, recognizing 
any difference.  
Obviously, the hardest topic to study in leadership arena is referring to how aspects of 
the situation affect the way leaders act. Because people differ in thoughts and feelings, and 
strengths and weaknesses, leadership situations can be very complex. Thus, some scholars 
have argued that organizational successes and failures often get falsely attributed to the 
leader, but the situation may have a much greater impact on how organization functions than 
does any individual, including the leader (Meindl & Ehrlich, 1987). 
Further developments in the scientific literature underline how an understanding of 
power has long been seen as an integral part of leadership. Current specialists in the field have 
also emphasized the need to conceptualize leadership as power phenomenon (Hinkin & 
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Schriesheim, 1989). Thus, for the purpose of the research, the authors have focused on the 
leader standpoint by examining the phenomenon of power, as a key aspect for being an 
effective manager. 
According to the literature, power is defined as the capacity to produce effects on others 
or the potential to influence others (Bass, 1990). Distinguished experts in social science have 
argued the power does not arise spontaneously heaving reasonably clear dimensions: position 
powers and personal powers (Davis, Schoorman, & Donaldson, 1997). The position powers 
refer to the organizational dimension of power and encompass three types of power sources: 
legitimate, coercive, and reward. Legitimate power is the base of power that is anchored to 
individual's formal position or authority. Coercive power is the individual's capability to 
affect negative consequences. Reward power is related to the extent that individuals obtain 
compliance by promising or granting rewards.  
The personal powers – expert and referent - are based on the person rather than the 
organization. Access to these two sources of power does not depend solely on the 
organization. In the case of expert power, people influence others because of special 
expertise, knowledge, or skills. Referent power operates in much the same way, individuals 
influencing others because they are liked and respected.  
Valuable researchers in the field have made a clear distinction between power and 
influence tactics. According to Kipnis and Schmidt (1985), the power is the capacity or 
potential to influence others whereas the influence tactics are the practice of power used to 
change the attitude, opinions, or behaviors of a target person. Further developments have 
shown a strong relationship between the power of agents and targets and the types of 
influence tactics used. Purcarea and Fleaca (2007) have proposed a systemic approach of 
power - inputs, transformation process, and outputs. During the transformation process, 
managers use specific tools – power bases -, and techniques – interpersonal influence tactics – 
to influence their subordinates  
Another significant contribution to exploring influence tactics was brought by Blaine 
(2001), who has defined three categories of influence tactics: power rests on fear, power rests 
on correctness, power based on principles. The first category encompasses a variety of tactics 
based on coercive power, such as pressure, legitimization, sanction, upward appeal, and 
assertiveness. The second category refers to inter-related power arisen from bargaining and 
trade-offs. These influence tactics are better than the first one, but have limited effects on 
individuals because of the parts involved in influence process are permanently monitoring the 
environment aiming at identifying better opportunities. The third type of influence tactics is 
based on trust and respect from the others. The significance of trust is deeply rooted in 
personal values and principles such as dignity, fairness, openness, the pursuit of truth, and 
respect. For the purpose of this research, the authors have focused on these three types of 
influence tactics: coercive, interdependency, and leadership (Blaine, 2001).  
 
MATERIALS AND METHODS 
 
Deciphering the managers’ mind-set through a constant effort of research is a 
requirement of professional responsibility. Although by no means exhaustive, the 
characteristics set for analysis – management knowledge and leadership behaviour – 
obviously yields clues about our business practices.  
The methodological approach was consisted of undertaking a descriptive research 
aiming at: investigating to what extent managers are well trained for certain managerial 
functions; analysing the current practice of leadership; and examining whether the differences 
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based on situational variables – such as experience and managerial level – affect significantly 
the practices of leadership. 
Based on this, the empirical research has addressed the following objectives: 
O1. Analyzing the managers’ body of knowledge in management area. 
O2. Assessing the managers’ practices of leadership in terms of power sources and 
interpersonal influence tactics. 
O3. Studying the correlation between situational variables of managers and the practices of 
leadership. 
  Fulfilling the last research objective has required development of the following 
scientific hypotheses: 
The 1st scientific hypothesis  
H1: There is a significant correlation between professional experience of  managers 
       and the practices of leadership. 
The 2nd scientific hypothesis  
H2: The managerial level of managers influences significantly the practices of 
       leadership. 
The authors have set out two types of variables: nominal and attitudinal. The nominally 
scaled variables are consisted of demographic variables – gender and age; situational 
variables - managerial experience, managerial level, organization type and size; and 
educational variables - the body of management knowledge. The attitude measurement 
concerning leadership issues has involved designing multiple-item scales. As researchers 
argued, developing a multi-item scale is a complex procedure due to the abstract nature of the 
characteristic that has to be measured.  Table 1 shows the structure of relevant variables of the 
research. 
Table 1 
 The map of research variables 
Research  variables Conceptual 
description 
Operational description 
Gender  Feminine, Masculine  Demographic variables 
Age  Age levels 
Managerial  
experience 
< 1 year ; 2-5 years; 6-10 years; 





Organization type Budgetary; Private capital; Public capital  
Situational variables   
Organization size Small; Medium; Large  
Nominally 
Scaled Variables 







Scaled Variables  






The process of developing the content of each item concerning the research variables 
assessment has drawn knowledge from the relevant social science theories. Position powers 
have been taken into account important research insights about the exercise of power in 
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organizations (Cialdini, 2001). Examples measured the extent to which respondents reward 
subordinates’ performance, apply specific coercive techniques, and use the legitimacy of 
authority to make managerial decisions. Developing the items aiming at assessing personal 
powers was measured considering the extent to which managers develop amiable working 
relationships with subordinates members as well as the willingness to build team loyalty. 
  Coercive influence tactics were assessed using adaptation of items from the Profiles of 
Organizational Influence Strategies, POIS (Kipnis et al., 1980). Examples included the extent 
to which managers agreed or disagreed that they invoke the adherence with organizational 
rules, order for compliance, sanction, and seek support from superior management levels. 
As for interdependency influence tactics, the items assessed the extent to which 
managers act in a friendly way, create enthusiasm, and exchange of bargains. 
Leadership influence tactics were assessed developing items grounded in the work of the 
distinguished researcher Blaine (2001). Examples included the extent to which respondents 
agreed or disagreed that they lead with dignity, fairness, being guided by a core set of 




The research was questionnaire-based. The questionnaire had an adequate pattern, 
starting with questions to evaluate managers’ body of management knowledge and their 
practice of leadership in terms of power sources and influence tactics, and finishing with 
questions for respondents′ demographic characteristics. Dichotomy and open questions were 
used as well. Control questions have been used as respondent filter, too. The questionnaire 
was distributed to 50 companies active in Romanian business sector. 
Overall, the structure of the sample in terms of gender was rather unbalanced (20% 
women and 80% men).  Respondents’ age was mostly of 30-35 years (45 %); 30% were up to 
40 years; 15 % were of 41-45 years, and only 10 % were older than 46 years. 
From the managerial experience standpoint, 40 % of the respondents were less than one 
year experience as  managers, 20 % was between 2 to 5 years, 20 % were between 6-10 years 
experience, and other 20 % were more than 10 years experience. The structure of the sample 
in terms of managerial level was as follows: 28.9% of respondents from strategic level, 48.9% 
from functional level, and 22.2% came form operational level.  
The respondents came from different organization types such as: 24.44% form 
budgetary organization, 68.89% from private capital, and 6.67% from public capital 
organization. 
From the organization size point of view, 25% of respondents have worked in small 
enterprises with less than 50 employees; 20 % in medium-size enterprises; and 55 % have 
employed in large organizations with more than 250 employees.   
As reflected in their responses, the managers, as graduates of the higher engineering 
education, seem not to be experts in the following management areas: Process Management, 
Financial Management, Quality Management, Stress Management, Risk Management, and 
Environmental Management. 
It is also interesting to note that respondents seem to possess adequate knowledge in 
broader management areas, such as: Product Management (55%); Customer Relationship 
Management (50%); Consumer Behaviour (50%); Business Communication (65%); 
Motivation & Influence Techniques (60%). 
Throughout their education, the respondents were exposed to the major aspects other 
management courses, such as: Project Management, Sales Management, Merge & 
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Acquisition, Strategic Management, Marketing, and Leadership. From the theoretical 
standpoint, the respondents seem to understand well the value of management body of 
knowledge, but when it comes to practice there are a lot of difficulties. In other words, a true 
understanding of   management knowledge comes from comprehending how the different 
management concepts, tools, and techniques interact one each other to determine a cohesive 
whole.  
Statistical procedures were applied for data analysis, aiming to match the research 
objectives. As shown in table 2 the central tendency was calculated taking into account the 
way in which the variables were measured whereas the chi-square statistic test (χ2 )
 
was 
calculated for testing statistical hypotheses. 
  
Table 2 
 The key leadership practices of Romanian managers 
 
No. Power dimensions Description Arithmetic mean 
Reward power 4.09 
Coercive power 3.11 
Position powers 
 
 Legitimate power 2.87 
Expert power 4.29 
 
Personal powers 
 Referent power 3.54 
No. Influence tactics  Description Arithmetic mean 
Building trust 4.35 
Sense of purpose 4.32  Leadership tactics Consultation  3.34 
 
1 
  4.00 
Inspirational appeal 3.69 
Ingratiation 3.34  Interdependency tactics Exchanges 2.93 
 
2 















The results of data analysis point out that respondents place great importance on the 
managerial knowledge within their theoretical education. Although, most of the respondents 
graduated 10 years ago (55%), they seem to be ware of the usefulness of management courses 
within theoretical education. 
Considering the research results, for the first scientific hypothesis, the null hypothesis 
has been rejected; meaning that the managers' experience influences significantly the 
practices of leadership for the dimensions taken into consideration: power dimensions and 
interpersonal influences tactics. Therefore, the managers are likely to exercise their influence 
through expert power (4.29) - stemmed from their knowledge, reputation, and status-, 
followed by reward power (4.09) and referent power (3.54). In the same light, the results point 
out that at perceived level Romanian managers are likely to embrace leadership influence 
tactics (4.00) such as building trust, sense of purpose, and consultation (table 2). As for as 
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coercive tactics, the research results underline the tendency of Romanian managers to avoid 
the usage of negative consequences in leveraging their subordinates. Interestingly, a previous 
research of Gallup on working behavior of Romanian employees highlights their tendency to 
obey the orders of the superiors, ensuring that coercive influence tactics are usually occurring 
in obtaining the subordinates' compliance (Luca, 2005). 
Concerning the second research hypothesis, the null hypothesis has been validated 
meaning that there is NOT a significant correlation between managerial level of managers and 
the practices of leadership. These results yield significant clues about the practices within the 
business community: the managers, regardless of their managerial role, tend to influence 
through interdependency tactics stemmed from bargains and trade-offs. Moreover, they tend 
to build cooperative networks among different competing parties – business stakeholders – 
increasing access to available resources and information. Thus, networks have to be mutually 
beneficial trade-offs and alliances, being generally governed by the law of reciprocity: 




This study provides a starting point for investigating the practices of leadership 
within Romanian business community. As the higher engineering education should be 
aware of business environment in terms of leadership issues, the research results will play 
a significant role in enhancing the leadership education with the aim to properly prepare 
engineering students to fulfill leadership responsibilities and acquire useful power sources 
to meet the challenges in the new millennium. In this way the students will benefit from 
different leadership experiences, being able to deal with cross-cultural engagement. 
Even thought, this study has several shortcomings such as sample selection, industry, 
and number of respondents, further research will be performed in order to capitalize on 
these findings and make a comparative analysis of the results. 
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